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1.1 About the report 
The Engagement Insight tool is a 34-item tool designed to measure specific values and behaviours 
related to staff engagement. It has been developed specifically for use by non-profit and charitable 
organisations in Ireland. This report contains your results and compares these with a benchmark score 
from all community and voluntary organisations who have completed the Engagement Insight tool.  
 
The report is separated into three sections. The first section explores literature related to employee 
engagement, why it matters, and what drives it. The second section explains the process used to 
develop and validate the Engagement Insight tool. The third and final section contains results for your 
organisation. This section also shows whether your organisation’s score was higher or lower compared 
to other organisations and contains a breakdown of responses within your organisation.   
 
1.2 How to read the results? 
The Engagement Insight tool is comprised of a set of 34 items categorised under four domains; each 
measure a different aspects of staff engagement.  
 
Four domains of engagement 
The Engagement Insight tool has four domains across two distinct categories of items: (1) employee 
engagement and (2) drivers of engagement, which measures different aspects of the workplace or 
work culture that affect how engaged people feel in their jobs. 
  
The four domains of the Engagement Insight tool are: 
1) Employee engagement (9-items)  
2) Drivers of engagement (28-items)  
a. Relationship with my manager(s) (5-items)  
b. Team relationships (10-items)  
c. My personal experiences (10-items) 
   
Rating scale for indicators 
Each of the four domains contains a number of items that refer to values or behaviours experienced by 
staff in the organisation or staff team. Each of the items are rated on a scale used to assess how 
frequently the behaviour occur: 
 
1) Rarely or never (about 0% - 20% of the time)  
2) Occasionally (20% - 40% of the time) 
3) Sometimes (40% - 60% of the time) 
4) Frequently (60% - 80%) 
5) Usually or always (80 - 100%) 
 
Comparison to benchmark data 
For each items, there are three pieces of information available: your organisation’s score, the 








2 Understanding Employee Engagement 
2.1 Overview 
This section of the report explores academic and practitioner literature on employee engagement, 
with a focus on why it matters and what drives it within an organisation or team. This literature highlights 
a number of key concepts and components that led to the development of the Engagement Insight 
tool and are featured within the tool itself.    
 
2.2 What is employee engagement? 
Employee engagement was first introduced by Kahn in 1990  in his seminal research on the 
“Psychological Conditions of Personal Engagement and Disengagement at Work” (1).  Significant 
research on employee engagement has taken place since then. Both academic and practitioner 
literature has consistently pointed at the key role that engagement plays in understanding 
organisational success.   
 
The benefits of having an engaged workforce offers multiple reasons why organisations should want to 
measure and improve it. Gallup (2014) states that increasing employee engagement may be “the 
greatest untapped opportunity (…) to improve (…) performance and profitability” (2).  This is 
particularly relevant to organisations located in Western Europe where it is reported to be one of the 
regions with the lowest employee engagement levels worldwide (3,4).   
 
Employee engagement is closely linked with a positive and fulfilling psychological state where an 
employee feels fully immersed, absorbed or focused in their work as well as feels strongly connected 
and committed to both the role and the organisation itself (5–7). Employee engagement places 
particular emphasis on the extent to which employees are able to be their whole selves at work (1), 
bringing their identity, thoughts and feelings to their job as well as giving room for self-expression, 
personal voice and authenticity in the workplace. Strengthening employees engagement involves 
understanding the employee-organisation relationship in order to better support staff with reaching 
their potential and integrating their unique talents, goals and experiences into the workplace (2).   
 
2.3 Why does employee engagement matter? 
The effect of employee engagement is twofold. Disengaged employees can undermine organisational 
performance by engaging in behaviours that reflect their unhappiness and translate into costs for the 
organisation (2,8,9). On the other hand, engaged employees can significantly enhance an 
organisation, not only leading to higher levels of job performance/productivity (5,10,11) but also 
through the display of numerous behaviours, which in the long term, can translate into improved 
organisational outcomes. Some of key behaviours associated with high levels of staff engagement 
include:      
 
- Going the extra mile - Staff who consistently undertake discretionary efforts, and work actively 
towards making things better (7,12).  
- Considering the bigger picture - Engaged employees view their work in a way that matches 
organisational objectives and goals, and are also attentive to opportunities for organisational 
development (12,13). 
- Displaying organisational citizenship behaviours (OCB) - Engaged employees are likely to 
display organisational citizenship behaviours, which significantly contribute to the effective 
functioning of the organisation (i.e. going out of one’s way to help or include others, protecting 
the organisation from problems, sharing information etc.)(7,14,15).  
- Helping with promotion of the organisation’s brand - Engaged employees are likely to be 
advocates of their organisation (i.e. talking positively about it) both internally (i.e. with co-
workers) and externally (i.e. service users)(16). This can act as a protective factor against risk 




- Drive innovation - Engaged employees are more likely to be creative and respond positively to 
the ideas of others (7,18) 
At the organisational level, common outcomes of engaged employees are:  
 
- Increased productivity and decreased absenteeism - Engaged workforce are less prone to 
presenteeism (i.e., being at work even when not fit to do so) and to absenteeism (6,12).  
- Lower levels of employee turn-over and higher employee retention - Research by Gallup (2000) 
found organisations with highly engaged staff teams have lower turnover when compared to 
the organisations with disengaged staff teams (10).  
- Higher levels of client/service user satisfaction – Studies on the effect engagement has on 
service user satisfaction and loyalty between the most and the least engaged employees show 
differences of 2% to 4% (19) and up to 10% (10).  
 
2.4 What drives employee engagement in an organisation? 
Both academic and practitioner literature have found that there are a number of drivers or factors that 
can influence employee engagement. These drivers of engagement include: 
 
- Supportive relationships with managers - Gallup (2017) states that “about 70% of the variance 
in engagement among workgroups can be attributed to their manager” (p.47) (3). Supportive 
and positive relationships with management often include leaders being open to failure and 
allowing employees to try new things (1), leaders showing empathy, compassion and concern 
for employees’ needs and feelings (21,22), and leaders providing support with career 
progression (16,22).  
- Supportive co-worker relationships and positive teamwork - Positive peer relationships at the 
workplace can foster psychological safety (23) and provide meaning at work (1). It is important 
interactions are developed both at the professional level and the personal level (i.e. being 
willing to know others beyond simply their role in the workplace) (1,24). Having structured work 
teams that work interdependently and that review their effectiveness can also play a key role 
in engagement (6).   
- Positive and frequent feedback - Providing positive feedback allows employees to feel both 
valued (e.g., feeling of being appreciated and recognised within the organisation) and useful 
(e.g., understanding the impact of their work, feeling it is making a difference, having a sense 
of accomplishment) (1,25). Effective feedback should be both well-structured (6) and 
delivered at regular intervals (25). 
- Feelings of control and choice over work - Feelings of control and choice over work are related 
to being able to have a voice over what’s being done in a person’s work and how it is done 
(26) as well as not having to constantly look for direction from others (1). Managers play a 
decisive role in the level of control that employees experience.  
- Involvement in decision making processes - This driver is mainly related to employees’ having 
their voice heard on aspects that are relevant to their work, however, it can also be related to 
employees’ feeling well-informed about what is happening in the organisation, a critical factor 
for employee engagement itself (17). Involving employees in decision making processes 
requires more than sitting them at the table, it implies ensuring they feel able to participate, to 
be open with their communication (13), have the opportunity to be responded to by 
managers with honesty, as well as being able to see the tangible results of the organisation 
hearing, valuing and integrating their voice (i.e. establishing feedback loops)(16,27).    
- Sense of connection with the organisation and its purpose - Having a sense of connection with 
the organisation values’ is associated with employees understanding their self-image or, 
desired self-image and with their role (28). Factors that promote a sense of connection among 
staff are; communicating the organisational mission, vision, purpose and values clearly and 
ensuring these are reflected in employees experience, helping employees understand how 
their contribution fits the overall mission and providing spaces for employees to connect 




- Perceiving the organisation as fair and supportive – The relationship between employee and 
the organisation is one of exchange, where if the organisation has a caring approach towards 
the employee and provides them with supports and resources, they will, in return, respond with 
higher levels of organisational engagement (14).  
- Availability of resources - Available resources relates to having access to adequate 
infrastructure needed to do one’s job (e.g., equipment, tools, technology and processes)(4). 
Where possible, organisations need to support employees to assist in defining the resources 
they need, by asking as opposed to making assumptions (27). 
- Opportunities to grown and learn - Professional opportunities are not limited to offering training 
or new job positions, they also include encouraging employees to find better ways of doing 
their job, taking on challenging projects, triggering reflection on what they are learning (27), or 
involving them in the continuous improvement of the organisation service delivery and/or 
processes. Equally important is to have alternative career paths that allow employees to 
progress professionally and play meaningful roles outside of managerial positions (16).  
- Clear expectations and goals -  Communicating expectations and goals clearly, helping 
employees to understand what this means and how this looks for the organisation as well as 
ensuring staff are held accountable is crucial for employee engagement (16).  
- Task and skill variety - Task and skills variety can help avoid employees getting overloaded 
(23), and can also allow them to feel both competent and challenged when keeping a 
balance between routine and new skills (1).   
 
These drivers of employee engagement will vary in relevance to an organisation and other contextual 
factors influencing the motivations of staff (28,29). The identified drivers of engagement played a key 
role in the development of the tool, and were combined with staff and manager consultation as to 
these can be described in a way that is relevant to the Irish not for Profit context. The development of 
the tool is described further in the next section. 
  
A full report on the literature can be requested by contacting Philip Isard at Quality Matters 






3 Development of the Engagement Insight Tool 
3.1 Overview 
This section outlines how the Engagement Insight tool was developed and validated. The primary 
purpose was to develop a tool to help managers and staff to understand the levels of engagement 
within their organisation as well as to identify strengths and areas of improvement. The tool is intended 
to help organisations to better understand priorities in order to improve staff engagement, and upon 
subsequent use, to help measure changes in levels of staff engagement over time.  
 
3.2 Literature Review / Item Generation 
A literature review1 was undertaken to establish the initial parameters that would guide the 
identification of the items for the tool. The aim of the literature review was to: 
- Identify the main components of the employee engagement concept, with reference to 
previous measurements and definitions   
- identify the drivers, predictors and/or antecedents of employee engagement 
- identify the outcomes of employee engagement for organisational performance  
- identify specific components of employee engagement, drivers and outcomes for the broad 
not for profit and social services sector 
 
Once the initial parameters for the tool were established through a literature review, a review of 
validated instruments or tools was undertaken to identify relevant items for measuring concepts or 
components of engagement. The aim was to understand if there were any discernible patterns in how 
engagement was measured through a variety of tools. This analysis of validated tools led to the 
creation a long list of relevant items for the Engagement Insight tool, which was separated into two 
categories of items, 1) items related to employee engagement, and 2) items related to drivers of 
engagement. 
 
3.3 Consultation with Non-Profit Organisations 
A consultation was held with 27 non-profit organisations and social services in Ireland. The aim of the 
consultation was to reduce the long list of items to a short-list of relevant items for measuring 
engagement. The process involved representation from social, housing/homelessness and health 
services as well as a range of other community/voluntary organisations2. The outcome of this 
consultation was: 
- Removal of one-third of the items based on respondent feedback. Any item where 30% or 
more of participants stated it was not relevant to their work or organisation was removed, with 
some very minimal exceptions based on key considerations from the literature review; 
- Improvement of wording. Input from respondents helped improve the wording of items to 
avoid confusion and better represent their experience; and 
- Agreement on a draft engagement tool that could be used in the pilot.  
 
3.4 Pilot and Testing of the Engagement Insight Tool  
From December 2020 to January 2021, a pilot was undertaken by inviting 15 community and voluntary 
organisations with 10 organisations agreeing to participate. Each organisation was purposively selected 
to ensure the pilot included a range of different sized organisations and who are working with different 
target groups and/or areas within the non-profit sector. Each participating organisation was offered a 
discounted fee for the report, and it was understood that there was a risk the Engagement Insight tool 
would not be validated. For the 10 participating organisations, their interest was motivated by a need 
to support the development and validation of the tool, which was considered an important resources 
developed by the sector and for the sector.  
 
 
1 This review included secondary-source literature on employee engagement from both academics and practitioners. 





3.5 Validation of the Engagement Insight Tool   
Validation of the Engagement Insight tool involved undertaking a number of statistical tests using data 
collected from 10 community voluntary organisations. The validation involvement an assessment of 
both the construct validity and internal consistency (or reliability) of the tool. These tests were 
undertaken in two stages of validation, each with different organisations and numbers of responses.  
 
The first validation process was undertaken in September 2020 based on data from 228 respondents 
from a single, large non-profit organisation in Ireland. Following this, a second validation process was 
undertaken in January 2021 using 644 responses from ten additional non-profit organisations in Ireland.  
 
The same statistical tests were undertaken in both the first and second stages of validation. These tests 
were carried out both on the nine-items relating to engagement (e.g., My Employee Engagement) and 
the entire 34-item tool. Overall, statistical tests from both stages confirmed that the tool was valid and 
reliable3. Key findings were:  
 
- The tool has good construct validity, which was measured using a principal components 
analysis across the nine items of Employee Engagement and the entire 34 item-tool including 
the drivers of engagement subscales. The test confirmed that the tool measures four distinct 
constructs, employee engagement, and three drivers of engagement. All nine employee 
engagement items loaded onto the ‘my employee engagement’ component above the 0.4 
cut-off for acceptability4. All of the remaining items loaded onto one of the three drivers 
above the 0.4 cut-off for acceptability in both the pilot and the secondary validation analysis. 
 
- A Cronbach’s Alpha test was used as the statistical measure to assess the reliability, or internal 
consistency of the engagement tool. The test produces a coefficient on a scale between 0 to 
10, with scores of 0.7 or higher relating to an acceptable level of reliability. The results of the test 
found the nine-items used for ‘My Employee Engagement’ had a coefficient of 0.92 and the 
34-items of the engagement tool overall had a coefficient 0.96, which demonstrated the tool 
has an excellent internal consistency. 
 
To receive a full report on the methodology, please contact Philip Isard at Quality Matters 
(philip@qualitymatters.ie).   
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The Engagement Insight tool was designed to measure specific values and behaviours related to staff 
engagement, particularly for use in non-profit organisations and social services. The tools development 
and validation aimed to ensure that the tool measures what is important to staff and management in 
the sector in a way that is easy-to-use and which provides results which are considered academically 








4 Results from the Engagement Insight Tool 
4.1 Organisation score comparison to benchmark score 
This report contains results from 16 respondents who completed the Engagement Insight tool for 
Ballyfermot Star. Your organisation’s results were benchmarked against the results from ten Irish 
community and voluntary organisations, which contains over 600+ responses. The figure below 
compares your organisation’s score with the benchmark score for each of the four domains of the 
Engagement Insight tool. 
 






















The table below shows if your organisation’s score was higher or lower compared to the benchmark 
score for all items of the Engagement Insight tool.  
 









Your organisation's engagement score 18.91 16.80 +2.11 
    
My Employee Engagement 4.69 4.24 +0.45 
I enjoy working here 4.71 4.33 +0.38 
I feel enthusiastic about my work 4.67 4.32 +0.35 
I spend much of my time feeling absorbed in my work 4.46 4.13 +0.33 
I speak positively about the organisation with others 4.83 4.30 +0.54 
This organisation inspires me to give my best 4.71 4.08 +0.63 
At work I feel a sense of purpose and meaning 4.71 4.26 +0.45 
I go the extra mile / do more than is strictly required 4.71 4.46 +0.25 
I feel energised and motivated at work 4.63 4.02 +0.61 
I feel connected to the purpose of the organisation 4.79 4.24 +0.56 
    
Relationship with My Manager(s) 4.88 4.29 +0.58 
There are high levels of trust between my manager and I 4.88 4.30 +0.58 
If I have a problem at work, my manager supports me 4.96 4.38 +0.58 
My manager provides me with sufficient guidance or advice 
to do my job well 4.92 4.28 +0.64 
My manager acts on staff feedback 4.79 4.19 +0.60 
I feel confident speaking up to my line manager regarding 
problems or issues 4.83 4.33 +0.51 
    
Team Relationships 4.75 4.32 +0.44 
I have a good working relationship with my colleagues 4.88 4.58 +0.30 
My colleagues are professional and do a good job 4.75 4.46 +0.29 
My team treats each other with empathy and compassion 4.83 4.42 +0.41 
My team solves problems together 4.75 4.28 +0.47 
We have a good team morale 4.67 4.17 +0.50 
In our team communication is open and honest 4.71 4.16 +0.55 
Our team resolves disagreements effectively 4.63 4.08 +0.55 
We share information effectively between teams  4.63 3.93 +0.69 
My team approaches clients in a non-judgemental and open 
way 4.83 4.54 +0.30 
My team is committed to high quality service delivery 4.88 4.56 +0.31 
    
My Personal Experience 4.59 3.96 +0.63 
I am recognised when I do a particularly good job or go the 
extra-mile 4.71 4.02 +0.69 
I get useful and constructive feedback on my work 4.75 3.98 +0.77 
I feel my views are valued 4.54 3.96 +0.58 
I am encouraged to understand and ask questions in relation 
to changes and/or decisions in the organisation 4.54 3.91 +0.63 
I feel involved in planning on topics relevant to my work 4.42 3.86 +0.56 
I am clear on my role and on what is expected from me 4.75 4.40 +0.35 
I am encouraged and supported to develop my skill base 
and/or take new challenges 4.75 4.08 +0.67 
I am supported to take time to reflect on my work 4.46 3.67 +0.79 
I am encouraged to take risks and implement new ideas 4.46 3.64 +0.81 




4.2 My Employee Engagement 
Organisation score compared to benchmark score 








Response frequency for domain 












4.3 Relationship with my Manager(s) 
Organisation score compared to benchmark score 





Response frequency for domain 
















4.4 Team Relationships 
Organisation score compared to benchmark score 





Response frequency for domain 






4.5 My Personal Experience 
Organisation score compared to benchmark score 






Response frequency for domain 




5 How to Use the Results 
The results in this report provide data that can help your organisation to build upon and improve staff 
engagement levels and experience the many benefits detailed in the literature section of the report. 
Based on Quality Matters’ research and work supporting non-profit and statutory agencies, we provide 
the following guidance as a starting point, encouraging you to explore what would work best for your 
team or organisation: 
 
1. Share the results with staff - The engagement improvement process is likely to be more 
impactful if it is transparent and inclusive. This means, in relation to sharing the results, all staff 
should get to see the report. 
2. Engage staff in a discussion about the findings - Engaging staff, not just in knowing the results, 
but with interpreting results is likely to result in better engagement improvement. If you work in a 
large organisation it may be best to have these conversations in smaller teams. Having a good 
discussion can be more challenging if the group is larger than 10 – 12 people. The initial 
discussion may centre on: initial reactions, reflections on what the organisation is doing well in 
and areas that could benefit from improvement. 
3. Prioritise areas to work on - Pick a small number of meaningful actions your organisation can 
work on over the next year. Focus on what matters - anything more than two or three actions 
or areas of improvement may become unachievable and a barrier to progress. Depending on 
size or structure of your organisation you may invite teams to select a priority area at an 
organisation level and a priority area at a team level, which allows for different teams to select 
different priorities. It is important to consider priorities based on what is important to your team 
and what staff care about, not just focussing on area with a low score.  
4. Generate solutions or actions - Involve staff in generating ideas for practical steps to progress 
your priority areas, and ultimately, to improve your engagement score. Using an agreed 
process for choosing a course of action (e.g. basic conditions such as an identified lead 
person, available resources, etc.) develop goals, actions and clear timelines for implementing 
this change. Ensure you agree what success means, how it will be monitored and reported on 
to the team. Also, reviewing your organisation’s values as a filter for interpreting and planning 
ensure this change or course of action is meaningful to your team. 
5. Agree a time to repeat the tool – This should be long enough away to allow real change to be 
made, but not so long that the structured approach to staff engagement becomes de-
prioritised. Building the Engagement Insight tool into an annual review process or undertaken 
every two years is a clear way to ensure that staff engagement and experience in the 
workplace remains high on the organisation’s agenda.  
 
6 Future Development of Tool 
It is intended that the benchmark for the Engagement Insight tool will be updated at least every 6 
months. Once there is sufficient data, this can be broken down by sector and organisation size. If there 
is sufficient interest in the tool from the sector, Quality Matters hopes to develop an interactive website 









1.  Kahn WA. Psychological Conditions of Personal Engagement and Disengagement at Work. Acad 
Manage J. 1990;33(4):692–724.  
2.  Inc G. 5 Ways to Improve Employee Engagement Now [Internet]. Gallup.com. 2014 [cited 2020 
Apr 17]. Available from: https://www.gallup.com/workplace/231581/five-ways-improve-
employee-engagement.aspx 
3.  Inc G. State of the Global Workplace [Internet]. Gallup.com. [cited 2020 Apr 27]. Available from: 
https://www.gallup.com/workplace/238079/state-global-workplace-2017.aspx 
4.  Aon Hewitt Consulting. 2018 Trends in Global Employee Engagement Global Employee 
Engagement Rebounds to Match Its All-Time High [Internet]. 2018. Available from: 
http://fnope.org.pl/dokumenty/2018/12/Aon_2018_Trends_In_Global_Employee_Engagement.pdf 
5.  Dagher GK, Chapa O, Junaid N. The historical evolution of employee engagement and self-
efficacy constructs: An empirical examination in a non-western country. J Manag Hist. 2015 Jan 
1;21(2):232–56.  
6.  West MA, Dawson JF. Employee engagement and NHS performance [Internet]. The King’s Fund; 
2012 p. 24. Available from: 
https://www.researchgate.net/profile/Jeremy_Dawson3/publication/266868148_Employee_enga
gement_and_NHS_performance/links/550036cc0cf260c99e8f884e.pdf 
7.  Robertson-Smith G, Markwick C. Employee engagement: a review of current thinking. [Internet]. 
Institute for Employment Studies; 2009. Available from: https://www.employment-
studies.co.uk/system/files/resources/files/469.pdf 
8.  Shuck MB, Wollard KK. Employee Engagement: Motivating and Retaining Tomorrow’s Workforce. 
New Horiz Adult Educ Hum Resour Dev. 2008;22(1):48–53.  
9.  Ashok Gopal. Worker Disengagement Continues to Cost Singapore. Gallup Manag J. 2006 May;5.  
10.  James K. Harter, Frank L. Schmidt, Sangeeta Agrawal, Anthony Blue, Stephanie K. Plowman, 
Patrick Josh, et al. The Relationship Between Engagement at Work and Organizational Outcomes. 
Gallup; 2020.  
11.  Corporate Executive Board. Driving performance and retention through employee engagement 
[Internet]. United Kingdom: Corporate Leadership Council; 2004. Available from: 
https://www.stcloudstate.edu/humanresources/_files/documents/supv-brown-bag/employee-
engagement.pdf 
12.  Shuck B, Reio T, Rocco T. Employee engagement: An examination of antecedent and outcome 
variables. Hum Resour Dev Int. 2011 Sep 1;14.  
13.  Robinson D, Perryman S, Hayday S. The Drivers of Employee Engagement [Internet]. Brighton UK: 
Institute for Employment Studies; 2004 p. 87. Report No.: 408. Available from: 
https://www.employment-studies.co.uk/system/files/resources/files/408.pdf 
14.  Saks A. Antecedents and Consequences of Employee Engagement. J Manag Psychol. 2006 Oct 
1;21:600–19.  
15.  Kataria A, Garg P, Rastogi R. Employee engagement and organizational effectiveness: The role of 
organizational citizenship behavior. Int J Bus Insights Transform. 2012 Jan 1;6:121–35.  
16.  Ray Baumruk. Why managers are crucial to increasing engagement: identifying steps managers 







17.  CIPD. CIPD Employee Engagement Factsheet [Internet]. 2007. Available from: 
http://www.peopleresources.ie/downloads/cipd-employee-engagement.pdf 
18.  Inc G. Who’s Driving Innovation at Your Company? [Internet]. Gallup.com. 2006 [cited 2020 Nov 
27]. Available from: https://news.gallup.com/businessjournal/24472/Whos-Driving-Innovation-Your-
Company.aspx 
19.  Harter JK, Schmidt FL, Hayes TL. Business-unit-level relationship between employee satisfaction, 
employee engagement, and business outcomes: A meta-analysis. J Appl Psychol. 2002;87(2):268–
79.  
20.  Graham Lowe. How employee engagement matters for hospital performance. Healthc Q 
[Internet]. 2012;15(2). Available from: https://pubmed.ncbi.nlm.nih.gov/22688203/ 
21.  Eldor L. Public Service Sector: The Compassionate Workplace—The Effect of Compassion and 
Stress on Employee Engagement, Burnout, and Performance. J Public Adm Res Theory. 2018 Jan 
1;28(1):86–103.  
22.  CIPD. Managing for sustainable employee engagement Guidance for employers and managers 
[Internet]. 2012. Available from: https://www.cipd.co.uk/Images/managing-for-sustainable-
employee-engagement-guidance-for-employers-and-managers_2012_tcm18-10753.pdf 
23.  May DR, Gilson RL, Harter LM. The psychological conditions of meaningfulness, safety and 
availability and the engagement of the human spirit at work. J Occup Organ Psychol. 
2004;77(1):11–37.  
24.  DecisionWise. Employee Engagement Questions [Internet]. DecisionWise. [cited 2020 Apr 24]. 
Available from: https://decision-wise.com/employee-engagement-questions/ 
25.  Inc G. What Is Employee Engagement and How Do You Improve It? [Internet]. Gallup.com. [cited 
2020 Apr 21]. Available from: https://www.gallup.com/workplace/285674/improve-employee-
engagement-workplace.aspx 
26.  Andie Burjek. Re-engaging With William Kahn 25 Years After He Coined Term Employee 
Engagement [Internet]. 2015 [cited 2020 Apr 20]. Available from: 
https://www.workforce.com/uk/news/re-engaging-with-william-kahn-25-years-after-he-coined-
term-employee-engagement 
27.  Gallup. Gallup’s Perspective on Building a High-Development Culture Through Your Employee 
Engagement Strategy [Internet]. 2019. Available from: 
https://www.gallup.com/workplace/267512/development-culture-engagement-paper-2019.aspx 
28.  Kunle Akingbola, Herman A. van den Berg. Antecedents, Consequences, and Context of 
Employee Engagement in Nonprofit Organizations. 2019 [cited 2020 Apr 27]; Available from: 
https://journals.sagepub.com/doi/abs/10.1177/0734371X16684910 
29.  Mauno S, Kinnunen U, Ruokolainen M. Job Demands and Resources as Antecedents of Work 
Engagement: A Longitudinal Study. J Vocat Behav. 2007 Feb 1;70:149–71.  
 
